The article focuses on the analysis of motivation principles in human resource management and their further verification by factor analysis. The objective is to identify the main motivation principles and their impacts on employee turnover as well as formulate suggested practices to eliminate the negative impact of employee disaffection and turnover. The identification of motivation principles is based on a content analysis of professional and scientific publications aimed at motivation. The results and conclusions of this study were consequently verified by a quantitative survey, the data of which were statistically processed. As a suitable statistical analysis to assess the data from the survey, a factor analysis was chosen. The data for the factor analysis were collected and analysed based on two quantitative surveys focused on the causes of employee turnover. The results of both analyses proved and verified identical principles of employee management that affect job satisfaction and the decisions of employees to stay or leave their current job positions.
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Introduction
Employee turnover is the level of movement of employees inside and outside the organisation (Reiß, 2008) . Turnover has both positive and negative aspects; however, it is in the interests of organisations to eliminate the negative impacts and the excessive (negative) level of turnover that threatens knowledge continuity (Branham, 2005; Ertl, 2005; Reiß, 2008; Zahorsky, 2010) . Excessive turnover causes an undue burden for a company's budget and human resources, i.e. time dedicated to employee recruiting, advertisements, interviews, initial training, supervision, motivation, evaluation, adaptation to the new job, mentoring, coaching, substitution while the position is vacant and so on (Armstrong, 2009; Bowes, 2010; Reiß, 2008) .
Motivation is the main tool to eliminate the negative employee turnover rate inside organisations; this is the backbone of human resource management. The lack of adequate human behaviour motivation will lead to a lack of clear goals and problems with fulfilment as well as a lack of organisational efficiency; further, it is not possible to expect employees to stay in the organisation. The ability of managers to motivate their subordinates comprises the soft skills of human resource management, which is now a dominant trend in global management (Stýblo, 2008) . In the past few years, the tasks and functions of the human resource department have moved to line managers and supervisors. Nowadays, the manager is supposed to lead, manage, guide, support and develop his/her subordinates and colleagues. Because the importance of positive work motivation is on the rise, human resource management is focused on the definition of the motivation role and its significance.
The aim of the article is therefore based on the identification of motivation principles that describe this problematic phenomenon inside human resource management in organisations together with the formulation of suggested practices to eliminate the negative impact of employee disaffection and turnover.
The article firstly presents the theoretical background and then the aim and methodology of both researches and analyses. The results firstly present the outputs of the content analysis and the resulting motivation principles. Secondly, the outputs of the factor analysis are presented as a comparison to these principles. Thirdly, the discussion compares all results and presents the congruence of the theoretical and practical results. The conclusion summarises the main outcomes and suggest recommendations.
Theoretical Background
The motivation role is part of the managerial role. The most frequently cited authors in this area are Mintzberg (2006) and Šuleř (2008) . The comparison of both authors shows that their approaches are quite different. This arises from the role definition; Mintzberg (2006) defines managerial roles on the basis of managers' activities, while Šuleř's (2008) definition is based on managers' functions. Šuleř's (2008) concept can be considered to be less detailed because it defines only five roles versus the 10 roles defined by Mintzberg (2006) . The deeper analysis shows that managerial roles according to Šuleř (2008) are in fact groups of roles. Šuleř (2008) and Mintzberg (2006) define interpersonal, decision and informational roles (group roles). Each group is quite similar. Šuleř (2008) defines a group of motivational and organisational roles compared with Mintzberg (2006) . Mintzberg (2006) includes a motivation role in the interpersonal role. Šuleř (2008) considers his motivation role to be crucial, because it pervades the other roles. The lack of motivation leads to a rise in outstanding tasks, a reluctance to look for efficient work or employee turnover.
The operationalisation of various motivation forms is an essential condition for fulfilling managerial tasks. The motivation role also includes the engagement of subordinates, i.e. to help the individual behave according to the organisation's rules and standards as well as delegation, coaching, mentoring and performance evaluation (Šuleř, 2008) . Managers encourage a workplace culture that supports staff in the required time and direction as a part of his motivation role (La Brosse, 2010) . Managers use all opportunities to encourage and recognise subordinates as often as possible as well as for little success.
Without an adequate level of motivated behaviour, peoples' actions goals cannot be set up, their fulfil-ment and sufficient performance cannot be achieved (Stýblo, 2008) . The role of the manager is to keep subordinates activated. The second group of authors including Daigeler (2008) and Niermeyer and Seyffert (2007) cites that current leadership states that the motivation of subordinates is one of the most important managerial tasks. Managers may motivate only in limited dimensions, because the basic motives lie hidden within the subordinate. If a manager stimulates subordinates, the system of stimulus can take the eye off the job description (Daigeler, 2008) . According to Niermeyer and Seyffert (2007) , a human personality, which is derived from general achievement motivations as well as specific motivations, is slowly influenced by other people. It is thus necessary to pay adequate attention to subordinates despite the difficulty of defining internal motives. Although it would not influence the desired direction, if the manager does not treat subordinates with respect, if he/she does not appreciate their contribution and if he/she does not communicate with them, subordinates will not be satisfied (Plamínek, 2010) . The more subordinates lose motivation and their performance decreases, the more physical problems, absenteeism and turnover arise (Crainer, 2004) .
La Brosse (2010) states that it is easy to become cynical about the motivation of employees. Their experience can often be called Faux Inspiration, while the organisation presents motivational slogans, statements and principles, but it does not match harmony with the mood of subordinates, the organisation and managers' actions. The same opinion is offered by Niermeyer and Seyffert (2007) , who state that motivational speeches do not work at all. Bělohlávek (2008) , Jenkins (2009) and Ramlall (2004) describe the causes of turnover as disharmony with internal motivation. If a need at a higher level of Maslow's pyramid of needs is not satisfied, an individual aims at satisfying a need at a lower hierarchical level. The most common case is that an employee's unfulfilled expectation in the area of self-development translates into the development of relationship needs (Bělohlávek, 2008; Mikuláštík, 2007) . Should these be unsatisfactory as well, an employee leaves his/her job (unless conditions are changed).
According to the study by Hackman and Oldham (1980) that concentrates on employees of educational institutions and scientists, six major factors determine turnover. These factors include the level of compensation and benefits, promotion and development, meaningfulness of work, a superior's style of management, relationships with colleagues and work safety. Pass (2005) in Anderson (2009) mentions the 3R system (Recognition, Respect, Relationships) as the main reason for employee satisfaction. Anderson (2009 ), Branham (2005 and Katcher and Snyder (2007) extend this by adding remuneration, a suitable culture in the workplace and security (and safety) at work. Ramlall (2004) divides the motivational factors leading to employee satisfaction in their work position into satisfying basic motivational needs according to Maslow (1943) , i.e. equal treatment, fulfilment of expectations and workplace concept. The outcome of the studies was a low correlation between dissatisfaction in the workplace leading to turnover and the level of compensation. On the contrary, organisations were recommended to concentrate on the improvement of employee qualifications, enhancement of competences and clear specification of the meaning of the content of the given position.
If the basic working conditions expected by an employee are not met, the employee becomes frustrated (Deiblová, 2005; Kocianová, 2010; Bělohlávek, 2008) . Leaving a job can be considered to be an extreme case of a stressful situation and an employee's long-term frustration (Kolman, 2003; Linhart, 2003) .
Objective and Methodology
The present paper verifies the impact of motivation principles on employee turnover. The analyses used for verification were the content analysis of scientific publications and factor analysis.
Publications focused on motivation were analysed using keywords to create the motivation principles most commonly used in the literature. The results of the content analysis were then compared with the output of the factor analysis that focused on the detection of reasons for employee turnover. The results of both analyses permit the generalisation of outputs to further use in praxis.
The first part of the study used a content analysis based on the review of the keywords in professional publications and scientific articles. To achieve partial goals, practical principles and strategies in books in the Czech market were compared. Older publications in book form were chosen for the comparison of the collected information because the most current authors follow the findings made by previous authors. The keywords for the content analysis of the literature were motivation, manager, managerial role and motivation role. Thereafter, a comparison of authors' views was made; some passages were designed as a mutual complementation of the opinions of several authors. If consensus between authors was found, the most current authors were chosen as the base. The practical principles and principles of implementation of the motivation role were selected after defining the role of motivational content and its practical use. The principles were selected on the basis of the keywords: motivation principles, motivation rules and motivation propositions. These keywords were compared with the motivation principles contained in books in the Czech market and online databases of articles to ensure and testify ability.
Consequently, the content analysis was performed. Principles were excluded from the analysis when they were too general (fewer than half of the principles related to motivation) and older than three years (except the books read in the original language). Each principle was evaluated by the criteria of the recency, novelty, number of principles, compliance with the motivation role of Šuleř (2008) and guidance. A scale was assigned, where five points were the best. A detailed description of the evaluation is shown in Table 1 .
The motivation principle that received the highest score in the summary was selected as the basis for the creation of the keywords. Other principles were analysed after the creation of these keywords and the keywords were assigned afterwards. The keywords were then compared for each author. Keywords that were mentioned by three or more authors were chosen for the recommendations. The principles were drawn from these keywords according to the theoretical literature.
The data for the evaluation of reasons for employees' leaving their jobs were collected in two successive quantitative surveys by means of two questionnaires. Both questionnaires were completed by 100 employees each (different respondents were chosen for the first and second questionnaires) who had already left their jobs. The method used for the collection of data in the first survey was an electronic questionnaire that automatically recorded and pre-categorised respondents' answers. The second (control) questionnaire was based on the CATI method (computer-assisted telephone interviewing). The selection of a representative sample of employees across sectors was carried out by a random selection of telephone numbers, which incorporates the advantages of multilevel random selection (Disman, 2008) . The sample was selected solely for the purposes of the survey and it included employees in the age category from 20 to 50 who had left their jobs in the course of the past 12 months. Following an introduction, respondents were included in the survey provided they had satisfied the predefined conditions. Their answers were categorised according to the identification questions that formed the first part of the questionnaire. In the first survey, measurement was based on closed questions with one or several possible answer(s) that had been selected based on the study of the literature, documents and other related surveys carried out by the following authors: Branham (2005) , Hackman and Oldham (1980) , Meyer and Allen (1991) and Katcher and Snyder (2007) . In the second survey, a semantic differential was applied that permitted the identification of nuances in respondents' attitudes through the questionnaire. Respondents' reactions to target statements and their attitudes to the given matter were restricted by offering a set of several statements (Hayes, 1998) . The extremes of the seven-point scale represented the bipolar concepts of the evaluation dimension. Using a scale of 1 to 7, respondents expressed their inclination towards one of the preset extreme statements or, provided it was not possible to favour either side, selected a median, neutral value (the median value was characterised by number 4). The scale permitted not only the specification of respondents' attitudes, but also their intensity. The analysis was carried out using the Microsoft Excel 2007, SAS and SPSS programmes. The conclusiveness of the outputs and relationships obtained were supported by the tools of descriptive statistics; for testing the results, the analysis of correlation and factor analysis were used to review the outcomes.
The surveys did not include a question about the sex of the respondent because the χ2 test indicated that there is no dependence between sex and reasons to leave the organisation. Further, the χ2 test did not indicate any dependence between the sexes of respondents, while sector does not affect causes of employee turnover.
Results
This section firstly introduces the results of the content analysis and presents the showed keywords and motivation principles. Secondly, the factor analysis focused on employee disaffection (demotivation) is presented as a way to validate the outcomes of the content analysis. The results below show that a lack of motivation principles leads to employee dissatisfaction and disaffection and may cause employee turnover.
Content analysis of motivation principles, rules and axioms
Based on the content analysis, 13 motivation principles were found. The rules and principles were evaluated according to the predefined criteria. Principles were excluded from the content analysis when they were too general, i.e. at least half of the principles/rules were not related to motivation or were older than three years (except for books read in the original language). Motivation principles were selected (by three authors), strategies (by one author) and rules (by two authors). All authors were foreigners and their principles were published in scientific journals or books specifically aimed at motivation. The principles were read in English. The shortest motivation principle contained 4 points (Del Vecchio and Wagner, 2011) and the longest contained 12 points (Vaitkuviené et al., 2010) . All principles, rules and strategies consisted of simple sentences. The point evaluation of individual authors provided the following results, see Table 2 .
The principles were divided into two parts after counting the points. Deci and Ryan (2008) , Wong-onWing et al. (2010) and La Brosse (2010) received a balanced score for each criterion, while Vaitkuviené et al. (2010) , who received fewer points for novelty, occupied the upper part of the assessment (15-17 points). The remaining authors, Hansen et al. (2003), Del Vecchio and Wagner (2011) and Gordon (2010) , had 10-12 points. The fewest points were awarded for guidance (2 points) and number of principles (2-3 points). Surprisingly, all authors received relatively high points for the criteria of compliance with a motivation role; the only exception was Gordon (2010) .
Overall, Wong-on-Wing et al. (2010) received the most points with their basic principles of employee motivation. Ten keywords were defined by Wong-onWing et al. (2010) . The comparison of keywords showed that Deci and Ryan (2008) had different keywords to Wong-on-Wing et al. (2010) , see Table 3 . At least two similar keywords were found for the other authors. Five authors had the same keyword -care for employees. Also significant was creating and sharing of goals, tasks and strategies (four authors). (2010) , which were chosen as the basic keywords for the comparison. For other unclassified rules, principles and policies, keywords were created. Eleven other keywords were defined, nine of them were found only from one author. A positive, inspiring leader was found to be a very important keyword (matched by five authors).
Twenty-one keywords were created out of 54 principles and rules from seven authors. Twelve keywords appeared only for one author, while four keywords appeared for two authors. The main keyword was selected as a word that had been stated by three and more authors in their principles. The main resulting keywords are stated in Table 4 .
Design analysis of motivation principles
Five keywords were chosen based on the outputs of the content analysis, which were developed into general motivation principles. In order to prepare the general principles, motivation principles, rules and strategies were used, which were obtained from the content analysis and literature review.
 Principle 1 -Keyword Positive, inspiring leader
If a manager wants to motivate subordinates, he/she has to inspire others with all his/her actions. He/she has to be self-motivated but he/she cannot prefer his/her interests. It is necessary to have a certain level of confidence, enthusiasm and optimism and create attractive work conditions that will inspire other subordinates.  Principle 2 -Keyword Care for employees Every individual should be treated as though he/she is a celebrity. The manager should encourage his/her subordinates in their work, develop their skills and knowledge and express their confidence. A manager has to listen to impulses from subordinates, be ready to offer a helping hand by solving problems and encourage them to go in the right direction. A good manager shapes and builds formal and informal relationships between subordinates and provides all individuals the same conditions. He/she takes care of the quality of the relationship between manager and subordinate.  Principle 3 -Keyword Creating and sharing goals, tasks and strategies The manager should develop and share vision. He/she should focus on challenging but realistic and useful goals while setting. It is necessary to discuss objectives and tasks with subordinates. If possible, try to make subordinates identify with the objectives, because internal commitment leads to stronger motivation. The manager should also be focused on the quality of the fulfilled goals more than on the quantity of them.
 Principle 4 -Keyword Open communication
Communication must be clear, transparent and without ironic comments and hidden allusions. Everyone should be able to engage in communication in the workplace.
 Principle 5 -Keyword Praise, recognition and appreciation It is necessary to praise subordinates regularly for their performance and be sensitive to each contribution. Workers should be appreciated publicly. Praise has a specific character: it is addressed and informal. It is good to celebrate and share success together.
Factor analysis
The motivation principles that influence employee turnover were compiled through a document analysis and then a factor analysis was used to verify the resulting keywords and principles. Based on the literature review, the determinants (statements used by respondents to characterise the main reasons for leaving) of employee turnover were deduced. In two successive surveys, 29 determinants were used to describe the causes of employee turnover. A short description and explanation of the abbreviations of the determinants used in the survey to support analysis are shown in Table 5 .
Analysis was carried out by using a correlation matrix, which showed the relations between determinants. Regarding overall weak to moderate dependences between determinants, which were constructed as independent for the survey because of their clear use for the construct, were not expected to find statistically significant factors. However, the correlation of determinants used for the factor analysis was strong enough (between 0.2 and 0.5) to give significant results by using the Varimax rotation method. As shown in Tables 6, 7 and 8, the factor analysis showed 13 statistically significant factors. To separate the final amount of output factors, the Kaiser-Guttman rule was employed. Such factors whose variance was above 1 were used for further analysis. This value was chosen rationally because the explanatory factor must have at least an equal value to the original standardised determinant.
Such determinants (statements) were chosen as significant to create resulting factors whose values were 0.3 and higher (Anderson, 2009 ). All factors together explained 69% of the internal organisational reasons to leave the job position. Tables 7 and 8 show all the factors and their determinants. For an explanation of the abbreviations of determinants, see Table 5 .
Factor 1 showed the relation between the private and work lives of respondents and excessive workload. This factor can be therefore explained as the emphasis of employees on work/life balance. The first factor is also found in the first place by the factor analysis as the most significant, which is proved by the highest variance of this factor (1.9222648). This is the highest variance above all factors found by the factor analysis. Overall, the variance of all factors fluctuated between values <1, 2>, thus it is not possible to mark the first factor as strongly deviating from the rest of the factors. Overall, it is possible to conclude that the surveyed employees are aware of their private lives and that they know their value, sense and goals. The determinants of factor 2 are connected with remuneration. The Varimax method showed dependence between the determinants Inadequate salary and Disproportion between remuneration and performance. The results indicate that employees who are dissatisfied with salaries are also dissatisfied with the evaluation of their performance. Such knowledge shows causality between the amount of remuneration and performance. Employees are aware of their performance and they realistically expect remuneration equal to performance. Their requirement seems to be legitimate. The analysis showed that sampled employees think about leaving the organisation if their performance and effort are underestimated.
Factor 3 showed an inconvenient corporate culture in the sense of minimum support of initiatives and new ideas. The results of the factor analysis chosen for factor number 3 were the determinants Inconvenient corporate culture and Lack of support of new ideas. These point out a rigid corporate culture. The surveyed employees feel disaffected because it is not possible to express their own initiatives to improve organisational practices and their own work. Sometimes, there is such a chance, but nobody reads or listens to those comments, nor develops or implements them. Organisational praxis thus should focus on strengthening the identification of good ideas of changes that come straight from the workflow. Employees know their routines the best of all and their improvements would make the whole organisation more effective. The disregard of such initiatives by an organisation leads to the resignation of employees who feel bound by organisational rules and practices, which are too long and inappropriate. Even a little change would solve the situation but if there is no chance to change, employees leave such an environment.
The fourth factor showed the connections between Lack of feedback, Lack of honesty, ethics and integrity in the organisation and Lack of focus on quality. It is possible to name this factor as economic responsibility, because organisations in this case follow only Factor 5 follows the previous findings. The factor combines the determinants Lack of honesty, ethics and integrity, Unfair treatment and Lack of recognition. The combination of these determinants leads to the perception that employees are managed as machines, without any interest in their feelings, needs, fair treatment or appreciation of their work. Employees showed interest in their future growth and the growth of the organisation as well as the ethical and appropriate behaviour of workers inside the organisation with each other and other stakeholders. Surveyed employees consider their jobs not just as a duty, but also they see them as a possibility to grow and they want to feel proud of their organisations and of the positions they hold in the organisation.
Factor 6 also shows inappropriate practices inside the organisation as a reason for employees leaving their jobs. The combination of determinants Lack of honesty, ethics and integrity, Lack of recognition and Lack of clear expectations leads to disproportions between the expected and real situations inside the organisation by employees. Employees once again demonstrated their sense of ethics and efforts to initiate during their work. Effort or initiative is unfortunately not expected nor supported by managers and organisations.
Factor 7 combines the Disaffection of employees with Lack of support of new ideas, Lack of focus on quality and Lack of trust in top management. Such a combination indicates an unclear or insufficient vision or strategy of the organisation perceived by employees. Subordinates do not trust in management and company leaders and their own efforts to change inadequate processes are not supported or implemented. Employees see a problem in quality and they are not convinced of the suitability of products or services provided to customers. Effort to change such a situation is ignored by company management and therefore employees decide to leave the organisation, which do not have a clear and long-term sustainable vision and strategy.
Factor 8 showed that employees focus on innovation and their own growth. The combination of the determinants Lack of interest in future growth, Lack of focus on productivity and Lack of support of new ideas tend to realise that employees would like to use their knowledge, abilities and experiences. Their organisations do not let them develop their abilities. Organisations seem to be rigid with fixed processes and procedures with no place for innovation, productivity and efficiency. Such incompatibility with employees' initiatives indeed leads to turnover, because employees decide to use their talents somewhere else.
The ninth factor is quite different from the others. It combines the determinants Lack of clear expectations and Negative relationship with a colleague(s).
The combination of those determinants shows problematic relationships within hierarchic levels and thus the inappropriate structure of teams, because the expectations of each member of the team are completely different. Therefore, it is necessary to pay attention to the composition of teams from day one. To create smoothly working teams, employees need to be recruited into posts and positions in order to comply with colleagues and the collective. If there is no such compliance, employees will not stay any longer than necessary and the organisation records a higher turnover rate and its costs in vain.
The outputs of factor 10 showed lack of resources or fight for resources in organisations. The combination of the determinants Lack of clear expectations and Lack of sources leads to reflection on how organisations inform employees about the requirements and possibilities of job positions during recruitment interviews. This seems to be inadequate, because employees entering their new job positions have completely different ideas about how and what kinds of tolls and sources they will work with. If they do not have access to the necessary sources, it leads to conflict, and if such conflict is never solved, employees leave.
The 11th factor showed the legitimate uncertainty of employees regarding the futures of their organisations. The determinants Unfair payment practices and Uncertainty about the future of the company clearly indicate the reason for these concerns. If employees feel threatened by illegal acts of the organisation, it threatens their own futures. Many surveyed employees perceive such a feeling so intensively that it forces them to leave the job position before the negative impact of the legal disputes will come true. The significance of this statement is proved by of the other analyses, which stated the same thing. That indicates more often the appearance of this situation in the Czech Republic.
Factor 12 should be called Conservative supervisor, because it connects Lack of focus on productivity and Negative relationship with the supervisor(s). It appears that employees often leave job positions because of problematic relationships with their managers. Such problems are caused by negative or lax approaches to the efforts of employees to increase productivity or to implement new processes. This factor explains the possible reasons for problems between hierarchic levels in the organisation. This threatens the efficiency of the organisation because suggested improvements by employee will never be implemented; thus, the organisation will lose employees and that generates further costs. There arises another reason to monitor the turnover rate in departments and teams subordinated to one supervisor, because inside a small group it is easier to show causes of turnover and then to start a process of lowering employee turnover.
The same as factor 11, factor 13 also explains the reasons for leaving the organisation as a reduction in concerns about future job positions. The combination of the determinants Unfair payment practices and Uncertain stability of employment clearly indicates the cause of the problem. Employees feel threatened in their job positions because they perceive uncertainty in an organisation that used unfair payment practices to customers, partners and suppliers. Table 9 shows a summary of the names of all factors revealed by the factor analysis.
Discussion
The comparison of the results of both analyses is shown in Table 10 . Those factors found by the factor analysis support the identified motivation principles. Usually, one motivation principle is supported by two or three factors revealed by the factor analysis. The factors resulting from the factor analysis are (because of concrete names and determinants) more specific and exactly targeted to the in-depth issues inside organisations. Therefore, we may conclude that the organisation should focus on motivation increases Table 10 contains the results of the content analysis of motivation principles; the right side of the table shows the summary of those factors that affect motivation, namely cause demotivation and employee turnover. The names of factors are often inverse compared with the motivation factors. This is because of the primary description of factors as causes of turnover. Therefore, they are similar to factors of demotivation. The exact description and structure of factors is shown in the previous section.
All the factors revealed by the factor analysis were assigned to motivation principles shown by the content analysis, as stated in Table 10 . Principles are wide because of the selected keywords. Thus, it is possible to classify the factors from the factor analysis under principles as their criteria. In conclusion, it is possible to summarise that even the actual assignment of factors to resulting keywords from the content analysis confirms their explanatory power and validity.
Positive, inspiring leader is supported by factors that include the demotivation of employees caused by the ignorance of their initiatives by supervisors, veto of any improvements and ideas and impossibility to express freely their suggestions and opinions. Supervisors who overlook productivity and growth and who poorly communicate with their subordinates cause the aversion of employees and demotivation. Such practices lead to negative relationships with supervisors and subsequent disagreements, which are caused by negative or lax approaches to the efforts of employees to increase productivity or implement new procedures.
Care for employees is also one of the main motivation principles because it is supported by factors whose cumulative meaning condemns imbalance between work and private life and work overload together with insufficient corporate culture. There is minimum support of initiatives and new ideas by employees who feel locked inside long and inconvenient organisational procedures when they know that small changes would solve the whole problematic situation. Employees are also motivated by organisational care about good feelings about their job positions in the organisation. If the organisation does not care about ethical principles, equal treatment, approach and work appreciation, employees feel demotivated by a lack of care and interest in their work. Thus, the tendency to leave the job position occurs.
Creating and sharing goals, tasks and strategies is supported by the factor analysis, which found that employees are demotivated if an organisation shows a lack of feedback, integrity, honesty and ethical communication, a lack of future goals and strategies, and a lack of focus on quality and therefore a loss of customers. This leads to threaten the whole organisation. A lack of quality, sources, support of innovation and clear expectations finally leads to distrust in the organisation.
Open communication is a very important motivation principle according to the surveyed employees. The results of the factor analysis showed problems in communication that lead in the end to employee turnover. If employees do not have information about payment practices or if they consider them to be unfair, and in the organisation if nobody sufficiently explains the nature of the real situation, a tendency to leave appears. This is because employees feel uncertainty about the company's future and their own job positions. Another problematic factor of communication is improperly assembled and trained teams. This leads to problematic co-working of colleagues who refuse to talk to each other and thus work together. This significantly negatively influences the outputs and efficiency of an organisation. This factor also indicated disagreement with expectations. This indicates that employees are not clearly informed about job positions and their requirements during recruitment. It is necessary for organisations to focus on open and clear communication regarding the requirements and possibilities of offered job positions including information about future team and colleagues where the potential employee will work. Otherwise, there is a real and quite high probability that he/she will leave soon because of demotivation.
Praise, recognition and appreciation are often overlooked and unrecognised motivation principles by managers. Employees are usually dissatisfied (according to the results of the factor analysis) with nonprestigious employment where unfair payment practices play a part and this is perceived by stakeholders and the public. Thus, the social statute and position of employees in this kind of organisation decrease. Employees do not want to commit such a situation and rather choose to leave and change their employment. Likewise, employees want to feel recognised, they require honesty in acting and behaviour, which belongs to their position and expectations connected to their status. Together with appreciation is connected remuneration. Salary and benefits are strong motivation factors for employees. Although it is not the only motivational factor, it is still very important for employees.
Employees regard the outputs of analyses the most demotivated by inadequate salary and by the connection to the evaluation of performance. If employees do not feel they are adequately awarded for their expended effort and drive or they perceive disparity in the evaluation compared with other employees, demotiva-tion is so strong that it leads to a decision whether to leave or stay in the organisation.
Conclusions
A manager is defined as someone who achieves the goals of the organisation through subordinates. It is necessary to motivate employees, encourage them and move them in the desired direction in order to achieve these goals. The authors of the paper incline to the attitude that the manager's role is to support and stimulate their subordinates despite the ambiguity of the work motivation effects. Even though motivation does not work as desired, if the manager does not treat employees with respect and he/she does not appreciate contributions and does not communicate with them, employees will not be satisfied. If motivation is lost, performance is degraded and this leads to mental problems, absenteeism and turnover. Motivation principles are unable to affect the whole motivation role. Motivation principles, which were introduced by authors in a content analysis, are only guidelines on how to progress according to the motivation role. No motivation principle can be efficient if the stimulus is not in harmony with the internal motives of subordinates, motivation statements of the organisation and managers' actions.
This research conducted on a random sample of respondents confirmed the theoretical bases regarding the factors affecting employee turnover. The factor analysis identified 13 significant factors leading to the decision of employees to leave their job positions in the organisation. Correlation analysis indicated strong strict dependence between the disaffection of employees with the listed factors and leaving job position.
The satisfaction of employees in the organisation is connected with internal organisational practices and personal preferences. The resulting factors show a connectedness of turnover and perception of equal and fair treatment, whether this concerns fair and adequate remuneration, distribution of tasks and projects, work methods, promotion or equal access to resources. A perceived imbalance between colleagues at the same hierarchical level in the stated factors often leads to tendencies to leave the employment. Employee turnover is also influenced by unfair internal organisational practices. The surveyed employees rather leave their job positions ahead of time than view the lack of ethical action by the firm, machinations with finances and an unclear vision and future.
Regarding the multiple appearances of similar factors, it is not possible to consider this result as accidental; it is necessary to pay attention to this phenomenon. Often, this perception is invoked by employees as a lack of communication and information. Employees automatically predict the worst scenario. Clear communication and an explanation of strategy and the basic points of the planned future growth of the organisation completely change employees' views of the whole situation and also lead to an immediate lowering of employee turnover.
In conclusion, to lower employee turnover, it is suggested to:
 Encourage independence, work on career planning, employee education, learning and development, innovations,  Communicate openly, honestly and often, share information,  Ask and listen and then lower the difference between the desired and real situations,  Encourage employees to increase their feelings of importance, satisfaction and usefulness for the organisation,  Appreciate employees' work and performance and secure their need for future security and recognition,  Compensate and remunerate equally but in the context of performance,  Encourage friendship and good relationships and work on organisational climate and open culture,  Share the vision of the management team and allow the strategy to spread to all parts of the organisation,  Focus on recruitment and people's expectations, hire the right people in the right places and treat them with respect. The key point for reducing turnover is to change the style of working with employees by encouraging independence, career planning, open communication and sharing information. As human resource management theory states, it is necessary to take into account the needs of employees at different levels of development. The needs that are often overlooked and problematic are those of solidarity, friendship, safety and security, fulfilment, recognition by a team and selffulfilment. The perceived difference between the desired and real situations causes dissatisfaction and employees tend to leave their jobs. Employees need to be encouraged to perform their tasks in order to increase their feelings of importance, satisfaction and usefulness for the organisation and in particular to maintain and increase the overall performance of the organisation. It is obvious that employees who are not encouraged do not have enough information, while those that are criticised are almost certain to leave the organisation.
